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DEDICATION 
This book is dedicated to the Chancellor of Covenant University, 
Dr. David Olaniyi Oyedepo, for the large visionary appetite he 
has and the pioneering role he has continued to play in the 
education sector. His vision for quality and life-changing 
university education has continued to redefine existing 
benchmarks and bring about record breaking results in such a 
short while. He is one of the shining tesseras in the modem 
university education mosaic in Africa, restoring hope to the black 
race that it does not have to be white to be right and that black 
does not mean lack, bad, scrap, daft, stark, quack, drawback, 
holdback, kickback or setback. He remains an inspiration, a 
shining beacon and a model in the pursuit of African renaissance. 
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We are grateful to contributors whose works are bounded in this 
opus. Their nuanced belvederes to the various subjects they treated 
have brought an interesting kaleidoscope to the doxies presented 
in their chapters. We look forward to working with many more 
international and indigenous scholars, producing works from 
Africa that break shimmering potsherds of light on the African 
social and management scenes. 
Finally, we thank everyone who has believed in us, contributed to 
our growth, supported our dreams, not forgetting our past and 
present students. 
The Editors 
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PREFACE 
Belvederes in Social and Management Sciences is another project 
meant to throw more light on well-researched but eclectic works 
from scholars based in different universities in Nigeria whose 
articles dwell on important issues in the social and management 
sciences. In this opus, issues treated include: A comparative 
analysis of the proposed Labour Standards Bill and the substantive 
Labour Act 2004; The concept of "glass ceiling" and the 
determinant factors; Training Nigerian youth in modem 
vocational education as a strategy for employment creation; 
Motivation as a pathway to organisational effectiveness; 
Management rights clause (prerogative) and collective bargaining; 
Poverty, unemployment, crime and the problem of leadership in 
the quest for sustainable development in Nigeria; Socio-economic 
characteristics of Nigerian GSM subscribers; Policy response to 
entrepreneurship development and its implications for sustainable 
development in Nigeria; Ethical appraisal of civil society in 
Nigeria; Information and communication technology; 
Globalisation, technological change and environmental concerns; 
Rethinking the Nigerian social policy and the care of the elderly; 
Challenges and coping strategies about livelihood of female staff 
in Tai Solarin University of Education; Sexual violence in higher 
institutions and its implications for the educational development 
of women and girls in Nigeria; Environmental sustainability of 
supply chain practices on the performance of Total Exploration 
and Production Nigeria Limited; and organisational change 
management strategies: lessons for industry in developing 
countries. 
This eclecticism adds great epistemic flavour to this book and 
provides different topical choices that will titillate readers' diverse 
reading and research interests and foci as findings made will be 
useful to academics, tertiary students and the reading public. 
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C h a p t e r  1 6  
O R G A N I S A T I O N A L  C H A N G E  M A N A  
S T R A T E G I E S :  L E S S O N S  F O R  I N D U S T R Y  I N  
D E V E L O P I N G  C O U N T R I E S  
C / $ / 3  
D a v i d  I M H O N O P I ,  U  g o c h u k w u  M o s e s  U R I M  a n d  
N c h e k w u b e  0 .  E X C E L L E N C E - O L U Y E  
C H A P T E R  S Y N O P S I S  
C h a n g e  h a s  b e c o m e  t h e  c o s m i c  l e i t m o t i f  i n  t h e  m o d e m  
e n v i r o n m e n t .  T h i s  p a n o p l y  o f  c h a n g e  i s  e x p r e s s e d  i n  t h e  
m e r g e r s ,  a c q u i s i t i o n s ,  n e w  t e c h n o l o g i e s ,  r e s t r u c t u r i n g ,  
a n d  a  m e r c u r i a l  r e g u l a t o r y  e n v i r o n m e n t  w h i c h  a l l  f o r g e  a n  
c l i m a t e  o f  u n c e r t a i n t y .  O r g a n i s a t i o n s ,  p a r t i c u l a r l y ,  
o r g a n i s a t i o n s  a r e  p r e s s u r e d  t o  r e s p o n d  w i l l y - n i l l y  a s  
s u p e r c i l i o u s l y  s w e e p s  a c r o s s  t h e  w o r k p l a c e .  M a n y  o r g a n i s a t i O D I I  
v u l n e r a b l e  t o  t h e  s i t u a t i o n  b e c a u s e  o f  t h e  i n s t a b i l i t y ,  c o n f l i t t  
f r e q u e n c y  o f  c h a n g e  p r o g r a m m e s  t h a t  a r i s e .  I n d u s t r i a l  o r g a n i  
i n  d e v e l o p i n g  c o u n t r i e s  a r e  n o t  i m m u n e  f r o m  t h e  e x i s t i n g  
c o o k e r  t h a t  t h e  b u s i n e s s  e n v i r o n m e n t  h a s  b e c o m e .  I t  i s  e i t h e r  
c o n f o r m  o r  t h e y  c o n t i n u e  t o  p l a y  a  m a r g i n a l  r o l e  i n  g l o b a l  
I n  t h i s  p a p e r ,  e f f o r t  h a s  b e e n  e x p e n d e d  t o  e x a m i n e  t h e  
o r g a n i s a t i o n a l  c h a n g e  a n d  c h a n g e  m a n a g e m e n t .  T h e  c h a p t e r  
i d e n t i f i e s  s o u r c e s  o f  r e s i s t a n c e  t o  c h a n g e  a n d  s t r a t e g i e s  f o r  
r e s i s t a n c e  t o  c h a n g e  w i t h  f o c u s  o n  t h e  l e s s o n s  t h e s e  
i n d u s t r i a l  o r g a n i s a t i o n s  i n  d e v e l o p i n g  c o u n t r i e s .  F o r  
o r g a n i s a t i o n s  t h a t  m a n a g e  c h a n g e  s k i l f u l l y ,  i t  c o u l d  b e c o m e  t h e  
t o  p e r p e t u a t e  s u c c e s s  a n d  a c c o m p l i s h m e n t  f o r  t h e m ,  t h e i r  
a n d  t h e  t p c a l  e c o n o m y .  
I N T R O D U C T I O N  
T h e  m e r c u r i a l  b u s i n e s s  e n v i r o n m e n t  a t  t h e  p r e s e n t  t i m e  
c h a n g e  i n  t h e  w o r k p l a c e  m o r e  s u d d e n l y  a n d  f r e q u e n t l y  t h a n  
b e f o r e .  T h i s  p a n o p l y  o f  c h a n g e  i s  e x p r e s s e d  i n  t h e  
i s  t h (  
( F a j a t  
ment Sciences 
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mergers, acquisitions, new technology, restructuring, downsizing 
and economic meltdown which take place and contribute to a 
growing climate of uncertainty. The ability to adapt to changing 
work conditions is critical for individual and organisational 
survival. Change will ever be present and learning to manage and 
lead change includes not only understanding human factors, but 
also the skill to manage and lead change effectively (Imhonopi & 
Urim, 2011). 
Since uncertainty prevails within the industrial environment, 
much pressure is mounted on organisations to be open to change 
as it sweeps across the workplace. Organisations in this 
globalisation and information-driven economic era are more 
vulnerable to the impact that change brings on them than at any 
time in the history of mankind. This is because organisational 
change might introduce instability in the work system; it might 
lead to workplace conflict between management and workers and 
between workers and workers; and it could lead to frequent 
change in work processes, systems and practices which may be too 
costly for ftrms to manage. 
Change is therefore inevitable because of its constancy and 
ubiquity (Fajana, 1992). Nowadays, the business environment 
requires companies to undergo changes almost constantly if they 
are to remain competitive. Organisational change could occur 
when a company makes a transition from its current state to some 
desired future state. Such changes may be relatively minor as in 
the case of installing a new piece of software program or quite 
major as in the case of refocusing an overall marketing or business 
strategy. Additionally, factors such as globalisation of markets and 
rapidly evolving technology force businesses to respond in order to 
survive. In fact, businesses are bombarded by incredibly high rates 
of change from a frustrating large number of sources. Inside 
pressures come from top managers and low-level employees who 
push for change. Outside pressures come from change in the legal, 
competitive, socio-political, technological and economic 
environments (Olufemi, 2009). 
3 0 6  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
T h i s  i s  n o t  t o  s a y  t h a t  c h a n g e  m i g h t  n o t  a l s o  l e a d  t o  p o s i t i v e  
o u t c o m e s  i n  t h e  w o r k  e n v i r o n m e n t .  I n  f a c t ,  a s  I m h o n o p i  &  U r i m  
( 2 0 1 1 )  c o n t e n d ,  o r g a n i s a t i o n a l  c h a n g e  c a n  i n c r e a s e  t h e  
c o m p e t i t i v e  a b i l i t y  o f  f i r m s  b y  h e l p i n g  t h e m  e x p a n d  t h e i r  
c o m p e t e n c i e s  a n d  s k i l l - s e t s .  I t  c a n  r e s u l t  i n  q u a l i t y  p r o c e s s e s ,  
p r o d u c t s  a n d  s e r v i c e s  f r o m  o r g a n i s a t i o n s .  I t  c a n  l e a d  t o  i n c r e a s e d  
i n v e s t m e n t  i n  t r a i n i n g  a n d  d e v e l o p m e n t  o f  l e a d e r s h i p  a n d  w o r k e r s  
i n  t h e  w o r k p l a c e  a n d  c a n  h e l p  o r g a n i s a t i o n s  i m p r o v e  t h e i r  
w o r k i n g  e n v i r o n m e n t ,  w o r k  s y s t e m s  a n d  t e c h n o l o g i c a l  t o o l s  i n  
o r d e r  f o r  t h e m  t o  r e m a i n  r e l e v a n t  i n  t h e i r  i n d u s t r i e s  a n d  c h o s e n  
m a r k e t s .  
T h e r e f o r e ,  o r g a n i s a t i o n s  s p e n d  a  l o t  o f  t h e i r  r e s o u r c e s  t h e s e  d a y s  
t o  m a n a g e  c h a n g e ,  e s p e c i a l l y  a s  i t  r e g a r d s  c a r r y i n g  t h e i r  w o r k e r s  
a l o n g .  T h i s  c h a n g e  m a n a g e m e n t  c o n t i n u u m  c o u l d  i n c l u d e  
p l a n n i n g  a n d  i m p l e m e n t i n g  c h a n g e  i n  s u c h  a  w a y  t h a t  i t  
m i n i m i s e s  e m p l o y e e  r e s i s t a n c e  a n d  c o s t  t o  t h e  o r g a n i s a t i o n ,  w h i l e  
a l s o  m a x i m i s i n g  e f f e c t i v e n e s s  o f  t h e  c h a n g e  e f f o r t .  
I n  t h i s  p a p e r ,  e f f o r t  h a s  b e e n  e x p e n d e d  t o  e x a m i n e  t h e  c o n c e p t s  o f  
o r g a n i s a t i o n a l  c h a n g e  a n d  c h a n g e  m a n a g e m e n t .  T h e  p a p e r  a l s o  
i d e n t i f i e s  s o u r c e s  o f  r e s i s t a n c e  t o  c h a n g e  a n d  s t r a t e g i e s  f o r  
m a n a g i n g  r e s i s t a n c e  t o  c h a n g e  w i t h  f o c u s  o n  t h e  l e s s o n s  t h e s e  
p o r t e n d  f o r  i n d u s t r i a l  o r g a n i s a t i o n s  i n  d e v e l o p i n g  c o u n t r i e s .  
O B J E C T I V E S  O F  T H E  S T U D Y  
1 .  T o  e x a m i n e  t h e  c o n c e p t s  o f  o r g a n i s a t i o n a l  c h a n g e  a n d  
c h a n g e  m a n a g e m e n t .  
2 .  T o  i d e n t i f y  s o u r c e s  o f  r e s i s t a n c e  t o  c h a n g e  a n d  s t r a t e g i e s  
f o r  m a n a g i n g  r e s i s t a n c e  t o  c h a n g e .  
3 .  T o  f i n d  o u t  l e s s o n s  t h a t  i n d u s t r y  i n  d e v e l o p i n g  c o u n t r i e s  
c o u l d  l e a r n  a b o u t  o r g a n i s a t i o n a l  c h a n g e  a n d  i t s  
m a n a g e m e n t .  
L I T E R A T U R E  
F R A M E W O R K  
R E V I E W  A N D  T H E O R E T I C A L  
A l t h o u g h  t h e r e  a r e  d i v e r s e  p e r s p e c t i v e s  o n  w h a t  o r g a n i s a t i o n a l  
c h a n g e  i s ,  g e n e r a l l y ,  t h e s e  p e r s p e c t i v e s  s h a r e  a  c o m m o n  c o n s e n s u s  
t h a t  o r g a n i s a t i o n a l  c h a n g e  c o u l d  b e  a n y  s t r u c t u r a l ,  s t r a t e g i c,  
c u l t u r a l ,  h t  
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a i m  t o  c h a 1  
o r g a n i s a t i o r :  
a s  a n y  a l t e  
p r a c t i c e s  o f  
b u s i n e s s  e m  
O r g a n i s a t i o :  
a n d  s e c o n d  
W h i l e  a  f i r s  
a n d  i n c r e r n  
d e e p e r  o n e  
c o n t i n u o u s  
t h e  o r g a n i s :  
( V I e i c k  &  C  
i s  m u l t i d i m  
r a d i c a l  c h a  
t e r m i n a t i o n  
d o o r s  t o  a  I I  
s t a t e  t h a t  ,  
p r o c e s s  d e v 1  
t h e  i n t e r n a l  
1 9 9 5 ) ,  u n p  
c o n t i n g e n d  
( B u l g e r m a n  
c a p t u r e d  h e  
t o  b e  p r e d i c  
I n ·  c o n t r a s l  
p a n o p l y  o f  
i n d u s t r i a l  c  
t y p i f y  c o m  
m o s t l y  f o n  
o r g a n i s a t i 0 1  
o f  u n d e r s t a  
'ences 
lead to positive 
nhonopi & U rim 
1 mcrease the 
n expand their 
Jality processes, 
ead to increased 
hip and workers 
improve their 
•logical tools in 
ries and chosen 
. rces these days 
g their workers 
could include 
. way that it 
nisation, while 
:he concepts of 
~he paper also 
strategies for 
lessons these 
untries. 
! change and 
md strategies 
ing countries 
~e and its 
ORE TICAL 
·ganisational 
n consensus 
1, strategic, 
Organisational Change Management Strategies .. . 307 
cultural, human or technological transformation, capable of 
generating impact within the organisation (Wood, 2002). 
According to Porras & Robertson (1992), organisational change is 
a set of scientific theories, values, strategies and techniques which 
aim to change the work environment in order to stimulate the 
organisation's development. Imhonopi & Urim (20 11) conceive it 
as any alteration of already existing patterns, processes and 
practices of an organisation as a response to the dynamism in the 
business environment. 
Organisational change could be planned or unplanned or in first 
and second degrees (Van de Ven & Poole, 1995; Weick, 2000) . 
While a first degree (planned) organisational change is superficial 
and incremental, a second degree organisational change is a 
deeper one. A first degree change refers to those linear and 
continuous changes involving adjustments in the characteristics of 
the organisation's systems that can occur on a day-to-day basis 
(Weick & Quirm, 1999). The second-degree or unplanned change 
is multidimensional and can be multi-levelled, and because of its 
radical characteristics, it may result in creative destruction or 
termination of an existing organisational paradigm, opening the 
doors to a new one (Porras & Robertson, 1992). It is important to 
state that while planned organisational change is a deliberate 
process developed in order to help an organisation ably respond to 
the internal and external demands it faces (Van de Ven & Poole, 
1995), unplanned change is an upshot of an adaptation to 
contingencies in the absence of a pre-established plan of action 
(Bulgerman, 1991). In this latter case, change is unlikely to be 
captured holistically by the organisation and, therefore, is difficult 
to be predicted by managers (Weick, 2000). 
In contrast, organisational change management involves a 
panoply of steps taken to manage a change process within the 
industrial organisational ecology. Since industrial organisations 
typify communities of individual and groups who engage in 
mostly formal social interactions with specific goals in sight, 
organisational change management becomes principally a process 
of understanding the sentiments of workers and working with 
3 0 8  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
t h e m  t o  p r o m o t e  e f f i c i e n t  d e l i v e r y  o f  t h e  a n t i c i p a t e d  c h a n g e ,  w h i l e  
s e c u r i n g  e n t h u s i a s t i c  s u p p o r t  f o r  i t s  r e s u l t s  ( I m h o n o p i  &  U r i m ,  
2 0 1 1 ) .  H o w e v e r ,  m a n a g i n g  o r g a n i s a t i o n a l  c h a n g e  i s  s t i l l  a  
c h a l l e n g e  f o r  m a n y  m a n a g e r s ,  d e s p i t e  b e i n g  a n  a r e a  o f  r e s e a r c h  
t h a t  h a s  g e n e r a t e d  s i g n i f i c a n t  a m o u n t  o f  k n o w l e d g e  o v e r  t h e  
y e a r s .  T h i s  f a c t  i s  d i r e c t l y  r e l a t e d  w i t h  t h e  n e e d  f o r  e f f i c a c y  i n  a l l  
s t e p s  o f  a  c h a n g e  p r o c e s s ,  w h e n  d e a l i n g  w i t h  a l l  t h e  e m e r g i n g  
c o m p l e x i t i e s  a n d  d e m a n d s  i n v o l v e d  i n  i t .  
T h i s  p a p e r  s h a r e s  t h e  t h e o r e t i c a l  b i a s  o f  t h e  G r o u p  D y n a m i c s  
S c h o o l .  T h i s  s c h o o l  e m p h a s i s e s  t h e  f a c i l i t a t i o n  o f  o r g a n i s a t i o n a l  
c h a n g e  t h r o u g h  t e a m s  o r  w o r k  g r o u p s ,  r a t h e r  t h a n  t h r o u g h  
i n d i v i d u a l s .  T h e  r a t i o n a l e  b e h i n d  t h i s ,  a c c o r d i n g  t o  L e w i n  ( 1 9 6 5 ) ,  
i s  t h a t  b e c a u s e  p e o p l e  i n  o r g a n i s a t i o n s  w o r k  i n  g r o u p s ,  i n d i v i d u a l  
b e h a v i o u r  m u s t  b e  s e e n ,  m o d i f i e d  o r  c h a n g e d  i n  t h e  l i g h t  o f  t h e  
g r o u p ' s  p r e v a i l i n g  p r a c t i c e s  a n d  n o r m s .  I n  o t h e r  w o r d s ,  t o  b r i n g  
a b o u t  c h a n g e  i n  o r g a n i s a t i o n s ,  t h e  f o c u s  o f  c h a n g e  m u s t  b e  a t  t h e  
g r o u p  l e v e l  a n d  s h o u l d  c o n c e n t r a t e  o n  c h a n g i n g  t h e  g r o u p ' s  
n o r m s ,  r o l e s  a n d  v a l u e s  ( B e l l i n g e r ,  2 0 0 4 ) .  A l t h o u g h  t h e  G r o u p  
T h e o r y  h a s  b e e n  c r i t i c i s e d  f o r  i t s  r i g o r  m o r t i s  o n  g r o u p s  i n  
u n d e r s t a n d i n g  o r g a n i s a t i o n a l  c h a n g e ,  o v e r  t h e  y e a r s ,  t h e  t h e o r y  
h a s  p r o v e d  i n f l u e n t i a l  i n  d e v e l o p i n g  b o t h  t h e  t h e o r y  a n d  p r a c t i c e  
o f  c h a n g e  m a n a g e m e n t .  T h i s  i s  b e c a u s e  i t  i s  n o w  u s u a l  f o r  
o r g a n i s a t i o n s  t o  s e e  t h e m s e l v e s  a s  c o m p r i s i n g  g r o u p s  a n d  t e a m s ,  
r a t h e r  t h a n  m e r e l y  c o l l e c t a n e a  o f  i n d i v i d u a l s .  T h e r e f o r e ,  t h e r e  i s  
n o  w a y  o r g a n i s a t i o n a l  c h a n g e  m a n a g e m e n t  c a n  b e  d o n e  w i t h o u t  
r e c o u r s e  t o  t h e  s u p p o r t  o f  a n d  f r o m  i n d i v i d u a l  w o r k e r s .  
C o n s e q u e n t l y ,  o r g a n i s a t i o n a l  c h a n g e  a n d  i t s  m a n a g e m e n t  s h o u l d  
a p p e a l  t o  b o t h  t h e  t e a m s  a n d  i n d i v i d u a l s  w i t h i n  t h e m  f o r  a  
s e a m l e s s  i n s t a l l a t i o n  o f  t h e  c h a n g e  p r o c e s s  o r  p r o g r a m m e .  
T H E  F O R C E S  O F  C H A N G E  W I T H I N  T H E  M O D E R N  
W O R K P L A C E  
A n  o r g a n i s a t i o n  c a n  o n l y  p e r f o r m  e f f e c t i v e l y  t h r o u g h  i n t e r a c t i o n s  
w i t h  t h e  b r o a d e r  e x t e r n a l  e n v i r o n m e n t  o f  w h i c h  i t  i s  a  p a r t .  
H e n c e ,  i t s  s t r u c t u r e  a n d  f u n c t i o n i n g  m u s t  r e f l e c t  t h e  n a t u r e  o f  t h e  
e n v i r o n m e n t  i n  w h i c h  i t  o p e r a t e s .  T o  a  l a r g e  e x t e n t ,  t h e  
e n v i r o n m e n t  i n  w h i c h  a n  o r g a n i s a t i o n  o p e r a t e s  t e n d s  t o  e x e r t  a  
n e e d  f o r  o r  
S i l v e r s t e i n  (  
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1 .  C h a t  
a c c e l  
O C C U l  
d e v e l  
C O m f  
d e v e l  
c a u s r  
o f t e n  
2 .  I n t e n  
b e c o r  
t o  a t t .  
t h e  p  
o p e r a  
n o  l o r  
3 .  C h a n ,  
m o r e  
l o w  c  
o r g a m  
n e e d s  
4 .  C h a n !  
o f  r n a  
A m e r i  
y o u n g  
p o p u l a  
f a c i l i t i •  
T h i s  s c  
5 .  P r i v a t i  
p u b l i c i  
m o n o p  
a n d  e v  
a r e  b e i  
f o r c e s  
T e l e c 0 1  
6 .  S h a r e h  
v a l u e . , .  
nt Sciences 
icipated change, while 
: (Irnhoqopi & Urim, 
il change is still a 
g an area of research 
knowledge over the 
1eed for efficacy in all 
Nith all the emerging 
the Group Dynamics 
tion of organisational 
rather than through 
·ding to Lewin (1965), 
~ in groups, individual 
~ed in the light of the 
other words, to bring 
change must be at the 
:hanging the group's 
Although the Group 
mortis on groups in 
the years , the theory 
1e theory and practice 
it is now usual for 
.ng groups and teams, 
ds. Therefore, there is 
: can be done without 
individual workers. 
'S management should 
s within them for a 
r programme. 
[N THE MODERN 
.y through interactions 
f which it is a part. 
:fleet the nature of the 
a large extent, the 
!rates tends to exert a 
Organisational Change Management Strategies ... 309 
need for organisational change. According to Adler, Rosen & 
Silverstein (1998), organisational change could happen through 
the following: 
1. Change in technology: Technological change continues to 
accelerate, so that the speed with which obsolescence 
occurs is also increasing. Organisations cannot ignore 
developments which could give advantages to their 
competitors, and it is only very rarely that a new 
development can be substituted for an old one without 
causing changes to skills, jobs, organisational structure and 
often culture. 
2. Intense competition: competition is intensifying and 
becoming more global. More organisations are compelled 
to attain certain standards of quality and cost achieved by 
the pacemakers in the industries. More industries are 
operating on a global basis, and under this condition, it is 
no longer sensible to think on a single country basis. 
3. Change in customer demand: customers are becoming 
more demanding and will no longer accept poor service or 
low quality goods and services. To be competitive, 
organisations have to respond more rapidly to customers' 
needs which will change all the time. 
4. Changing demographic profile: the demographic profiles 
of many countries are changing. In Europe and North 
America, the proportion of old people is rising and that of 
young people is depleting while Africa, a growing 
population of young people mounting pressures on social 
facilities and as well as demanding for jobs and education. 
This scenario creates pressures for organisations too. 
5. Privatisation of public enterprises: privatisation of 
publicly-owned businesses continues and their hitherto 
monopoly status has disappeared. This is a global trend 
and even where ownership does not change, new systems 
are being established to promote competition and market 
forces as we see in the former Nigerian 
Telecommunications (NITEL) company. 
6. Shareholders' demand: shareholders demand for more 
value. The influence of the money markets on demands for 
3 1 0  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
c o r p o r a t e  p e r f o r m a n c e ,  w i t h  a  h i g h  p r o p o r t i o n  o f  s h a r e s  
b e l o n g i n g  t o  i n s t i t u t i o n a l  i n v e s t o r s ,  c r e a t e s  p r e s s u r e s  f o r  
c o n t i n u e d  i m p r o v e m e n t  i n  s h a r e  e a r n i n g s .  
W h i l e  t h e s e  a r e  e x t e r n a l  f o r c e s  o f  c h a n g e ,  t h e  c h a n g e s  t h a t  
o r i g i n a t e  w i t h i n  t h e  o r g a n i s a t i o n  i t s e l f  c o u l d  i n c l u d e  t h e  
d e t e r i o r a t i o n  o f  b u i l d i n g s ,  e q u i p m e n t  a n d  m a c h i n e r y  a n d  
o b s o l e s c e n c e  o f  s k i l l s  a n d  a b i l i t i e s  o f  w o r k e r s .  H o w e v e r ,  c h a n g e s  
w i t h i n  t h e  o r g a n i s a t i o n  c a n  b e  m a n a g e d  t h r o u g h  c a r e f u l  p l a n n i n g  
s u c h  a s  r e g u l a r  r e p a i r s  a n d  m a i n t e n a n c e ,  a n d  e f f e c t i v e  m a n p o w e r  
p l a n n i n g  t o  p r e v e n t  a  l a r g e  n u m b e r  o f  s t a f f  r e t i r i n g  a t  t h e  s a m e  
t i m e .  I n  c o n t r a s t ,  u n c e r t a i n  e c o n o m i c  c o n d i t i o n s  l i k e  t h e  g l o b a l  
f i n a n c i a l  a n d  e c o n o m i c  m e l t d o w n  t h a t  s t a r t e d  i n  2 0 0 7 ,  f i e r c e  
g l o b a l  c o m p e t i t i o n ,  g o v e r n m e n t  p o l i c y  a n d  i n t e r v e n t i o n  i n  
i n d u s t r y ,  s c a r c i t y  o f  n a t u r a l  r e s o u r c e s ,  a m o n g  o t h e r s ,  c r e .a t e  a n  
i n c r e a s i n g l y  t o p s y - t u r v y  e n v i r o n m e n t  ( W a r d a l e ,  2 0 0 9 ) .  T h u s  t h e  
m a i n  p r e s s u r e  o f  c h a n g e  f a c i n g  m o d e m  o r g a n i s a t i o n s  t o d a y  i s  
f r o m  e x t e r n a l  f o r c e s  a n d  o r g a n i s a t i o n s  m u s t  b e  r e a d y  t o  b r a v e  t h e  
d e m a n d s  o f  a  c h a n g i n g  e n v i r o n m e n t .  
R E S I S T A N C E  T O  C H A N G E  
R e s i s t a n c e  t o  c h a n g e  r e f e r s  t o  t h e  n e g a t i v e  r e a c t i o n  o f  e m p l o y e e s  
t o w a r d s  c h a n g e  i n  t h e  o r g a n i s a t i o n .  C h a n g e ,  n o  m a t t e r  h o w  
b e n e f i c i a l ,  i s  g e n e r a l l y  r e s i s t e d  a n d  i s  a l w a y s  d i f f i c u l t  t o  c a r r y  o u t .  
L i k e  s o m e  s c h o l a r s  a c q u i e s c e d ,  m a n  p r e f e r s  t o  p r o c e e d  w i t h  
k n o w n  m e t h o d s  t h a n  c h a n g e  t o  n e w  o n e s  w h e r e  t h e  o u t c o m e s  
m a y  n o t  b e  s o  c e r t a i n  ( I n g a ,  2 0 0 3 ;  L a w r e n c e  &  L o r s c h ,  1 9 6 7 ;  
R o s s ,  2 0 0 0 ) .  H o w e v e r ,  c h a n g e  w i U  b e  e a s i e r  t o  m a k e  a n d  a d j u s t  
t o ,  i f  t h e  p o t e n t i a l  r e w a r d s  a f t e r  t h e  c h a n g e  a r e  s u f f i c i e n t l y  
a t t r a c t i v e .  F o r  e x a m p l e ,  a  p e r s o n  m a y  c h a n g e  t h e i r  j o b  i f  t h e  n e w  
j o b  o f f e r s  b e t t e r  f i n a n c i a l  b e n e f i t s  a n d  e q u a l l y  g o o d  c o n d i t i o n s .  
S O U R C E S  O F  R E S I S T A N C E  T O  C H A N G E  
C h a n g e  i s  a l w a y s  d i f f i c u l t  t o  m a k e .  E m p l o y e e s  a r e  e s p e c i a l l y  
p r o n e  t o  r e s i s t  c h a n g e  w h e n  i t  c o m e s  w i t h o u t  p r i o r  a n a l y s i s ,  
p l a n n i n g  o r  d i r e c t i o n  ( I m h o n o p i  &  U r i m ,  2 0 1 1 ) .  T h i s  i s  b e c a u s e  
c h a n g e  f o r  c h a n g e ' s  s a k e  c a n  b e  c o u n t e r p r o d u c t i v e ,  e v e n  
d e s t r u c t i v  
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destructive. Embarking on any change effort without identifying 
and understanding the variables involved, whether internal or 
external , may have a negative impact on its outcomes. This is 
because attachment to familiar habits, practices, places, and 
people may have to be given up. Toffier (1970) has identified a 
number of reasons that account for resistance to change. They 
include (i) Insecurity: Change scares people because they are 
afraid of losing the security they have concerning the known for 
an unknown future. The fear of the unknown always has an 
impact on the decisions of individuals. New technology, new 
procedures and new systems can all create uncertainty and hence 
resistance to change. (ii) Misunderstanding and lack of trust 
Change is also resisted when it is incorrectly perceived as offering 
more pains than gains . Such situations often occur when people 
are unable to understand the full implications of a change or when 
there is a lack of trust in the change management process. (iii) 
Lack of proper communication: If the need for the change is not 
communicated to those who will be affected in time and in a n 
acceptable manner, it can lead to stiff resistance. (iv) Rapidity and 
extent of change: The nature of the change, either minor or 
drastic, will determine the resistance level of employees. For 
instance, if change is drastic, such as reshuffiing of staff, the 
resistance can be strong and visible . Similarly, slow or gradual 
changes in the process result in lower resistance than sudden or 
rapid changes. (v) Group resistance: Sometimes, individuals resist 
change simply because the group to which they belong resists it. 
This is because these individuals comply with the group norms 
and codes of conduct and support their group's activities. This 
kind of resistance is seen in labour union actions, where members 
willy-nilly support the action of the group. This resistance stems 
from herd instinct or group solidarity. Other sources of change 
include emotional turmoil, loss of power and control, selective 
perception, habit, inconvenience or loss of freedom, economic 
implications, security in the past, fear of the unknown, investment 
in resources and past contracts and agreements, which may 
frustrate any attempt for future change. Resistance to change can 
generally lead to disobedience to instructions by superiors, strikes, 
slow down, lock out or aggressive unionism. These signs of 
3 1 2  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
r e s i s t a n c e  s o m e t i m e s  r e q u i r e  t h a t  m a n a g e m e n t  s h o u l d  p l a y  a n  
a g g r e s s i v e  r o l e  i n  c o n v i n c i n g  a l l  e m p l o y e e s  t h a t  t h e  c h a n g e  w o u l d  
b e  b e n e f i c i a l  t o  a l l  p a r t i e s  c o n c e r n e d .  
T A C T I C S  A N D  S T R A T E G I E S  F O R  M A N A G I N G  
R E S I S T A N C E  T O  C H A N G E  
A c c o r d i n g  t o  K o t t e r ,  S c h l e s i n g e r  &  V i j a y  ( 1 9 7 9 ) ,  m a n a g e r s  m a y  
u s e  a  n u m b e r  o f  t a c t i c s  t o  d e a l  w i t h  r e s i s t a n c e  t o  c h a n g e .  T h e s e  
i n c l u d e  e d u c a t i o n ,  c o m m u n i c a t i o n ,  p a r t i c i p a t i o n ,  f a c i l i t a t i o n  a n d  
s u p p o r t ,  n e g o t i a t i o n ,  c o - o p t a t i o n ,  c o e r c i o n  a n d  m a n i p u l a t i o n .  
T h e s e  w i l l  b e  c o n s i d e r e d  o n e  b y  o n e .  
1 .  E d u c a t i o n  a n d  C o m m u n i c a t i o n  a r e  s o m e  o f  t h e  w a y s  t o  
d e a l  w i t h  r e s i s t a n c e  t o  c h a n g e .  T o  e n s u r e  t h a t  e m p l o y e e s  
h a v e  a d e q u a t e  i n f o r m a t i o n ,  i t  i s  n e c e s s a r y  t o  e d u c a t e  t h e m  
a b o u t  c h a n g e ,  i t s  p r o c e s s ,  i t s  e x e c u t i o n  a n d  i t s  e x p e c t e d  
r e s u l t s .  S u c h  e d u c a t i o n  c a n  b e  c a r r i e d  o u t  t h r o u g h  t r a i n i n g  
c l a s s e s ,  m e e t i n g s  a n d  c o n f e r e n c e s .  T h e  r e a s o n s  f o r  t h e  
c h a n g e  m u s t  b e  c o m m u n i c a t e d  v e r y  c l e a r l y  a n d  w i t h o u t  
a m b i g u i t y .  T h i s  w i l l  h e l p  p e r s u a d e  e m p l o y e e s  a b o u t  t h e  
n e c e s s i t y  o f  c h a n g e  a n d ,  o n c e  p e r s u a d e d ,  i t  c o u l d  w i n  t h e i r  
a c t i v e  s u p p o r t  f o r  i t .  
2 .  P a r t i c i p a t i o n  a n d  i n v o l v e m e n t .  A n  e m p l o y e e  w h o  i s  p a r t  
o f  t h e  a u t h o r s h i p  o f  a  c h a n g e  p r o c e s s  o r  i t s  i m p l e m e n t a t i o n  
f r o m  t h e  v e r y  b e g i n n i n g  i s  m o r e  l i k e l y  t o  b e  s t r o n g l y  
c o m m i t t e d  t o  t h e  c h a n g e  t h a n  a n  e m p l o y e e  w h o  i s  n o t .  
M a n a g e m e n t  m u s t  r e c o g n i s e  t h i s  f a c t  a n d  g e n u i n e l y  s e e k  
e m p l o y e e  p a r t i c i p a t i o n  i n  t h e  p r o c e s s  o f  c h a n g e  s o  t h a t  
t h o s e  c o n c e r n e d  a r e  e n t h u s i a s t i c  a b o u t  i t .  
3 .  F a c i l i t a t i o n  a n d  s u p p o r t .  T h i s  m i g h t  i n c l u d e  p r o v i d i n g  
t r a i n i n g  i n  n e w  s k i l l s ,  g i v i n g  e m p l o y e e s  t i m e - o f f  a f t e r  a  
d e m a n d i n g  p e r i o d ,  o r  s i m p l y  l i s t e n i n g  a n d  p r o v i d i n g  
e m o t i o n a l  s u p p o r t .  F o r  e x a m p l e ,  a c c o r d i n g  t o  K o t t e r ,  e t  a L  
( 1 9 7 9 ) ,  o n e  r a p i d l y  g r o w i n g  e l e c t r o n i c s  c o m p a n y  d i d  t h e  
f o l l o w i n g  t o  h e l p  p e o p l e  a d j u s t  t o  f r e q u e n t  o r g a n i s a t i o n a l  
c h a n g e s .  F i r s t ,  i t  s t a f f e d  i t s  h u m a n  r e s o u r c e  d e p a r t m e n t  
w i t h  f o u r  c o u n s e l l o r s ,  w h o  s p e n t  m o s t  o f  t h e i r  t i m e  t a l k i n g  
t o  p e o p l e  w h o  w e r e  f e e l i n g  " b u r n e d  o u t "  o r  w h o  w e r e  
h a v i n g  d i f f i c u l t y  a d j u s t i n g  t o  n e w  j o b s .  S e c o n d ,  o n  a  
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selective basis, it offered people "mini-sabbaticals," which 
were four weeks long and which involved some reflective 
or educational activity away from work. And finally, it 
spent a great deal of money on educational and training 
programmes conducted in-house. Facilitation and support 
are best suited for counteracting resistance that is due to 
adjustment problems, although it can be time-consuming 
and expensive . 
4. Negotiation and agreement. Negotiation as a tactic for 
promoting change essentially involves buying out active or 
potential resisters. This could mean, for example, giving a 
union a higher wage return for a work rule change, or it 
could involve increasing an employee's personal benefits in 
return for an early retirement. However, it is good to point 
out that negotiation is particularly appropriate when it is 
clear that someone is going to lose out as a result of the 
change and yet has significant power to resist it. As a 
result, it can be a relatively easy way to avoid major 
resistance in some instances. Like the other tactics , 
negotiation may become expensive and a manager, who 
once makes it clear that he or she will negotiate to avoid 
resistance, opens up the possibility of being blackmailed by 
others. 
5. Co-optation. A good tactic managers use to deal with 
potential or actual resistance to change is co-optation. Co-
opting an individual usually involves giving him/ her a 
desirable role in the design or implementation of the 
change. It could involve giving a key role in the design and 
implementation of a change programme to a leader within 
an informal group or to someone that commands respect 
within the group. A change init iator could, for example, 
try to co-opt the sales force by allowing the sales manager 
to be privy to the design of the changes and by seeing that 
the most popular salesperson gets a raise as part of the 
change. While in some circumstances, cooptation can be a 
relatively inexpensive and easy way to gain an individual's 
or a group 's support than negotiation and quicker than 
participation, if people feel they are being tricked into not 
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B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
r e s i s t i n g  a  c h a n g e  p r o g r a m m e ,  t h e y  o b v i o u s l y  m a y  
r e s p o n d  n e g a t i v e l y .  A n d  i f  t h e y  u s e  t h e i r  a b i l i t y  t o  
i n f l u e n c e  t h e  d e s i g n  a n d  i m p l e m e n t a t i o n  o f  c h a n g e s  i n  
w a y s  t h a t  a r e  n o t  i n  t h e  b e s t  i n t e r e s t  o f  t h e  o r g a n i s a t i o n ,  
t h e y  c a n  o b v i o u s l y  c r e a t e  s e r i o u s  p r o b l e m s .  
6 .  M a n i p u l a t i o n .  T h i s  r e f e r s  t o  c o v e r t  i n f l u e n c i n g  a t t e m p t s  
a n d  m a y  i n c l u d e  c o - o p t a t i o n  i n  a  s e n s e .  M a n i p u l a t i o n  
c o u l d  a l s o  m a n i f e s t  a s  t h e  s e l e c t i v e  u s e  o f  i n f o r m a t i o n  a n d  
t h e  c o n s c i o u s  s t r u c t u r i n g  o f  e v e n t s  i n  o r d e r  t o  h a v e  s o m e  
d e s i r e d  ( b u t  c o v e r t )  i m p a c t  o n  p a r t i c i p a n t s .  M a n i p u l a t i o n  
s u f f e r s  f r o m  t h e  s a m e  d r a w b a c k s  a s  c o - o p t a t i o n ,  b u t  t o  a n  
e v e n  g r e a t e r  d e g r e e .  W h e n  p e o p l e  f e e l  t h e y  a r e  n o t  b e i n g  
t r e a t e d  o p e n l y  o r  t h a t  t h e y  a r e  b e i n g  l i e d  t o ,  t h e y  o f t e n  
r e a c t  n e g a t i v e l y .  N e v e r t h e l e s s ,  w i t h  o n e ' s  b a c k  t o  t h e  w a l l ,  
w i t h o u t  a d e q u a t e  t i m e  t o  u s e  e d u c a t i o n ,  p a r t i c i p a t i o n  o r  
f a c i l i t a t i o n ,  a n d  w i t h o u t  t h e  p o w e r  o r  r e s o u r c e s  t o  u s e  
n e g o t i a t i o n ,  c o e r c i o n ,  o r  c o - o p t a t i o n ,  i t  h a s  b e e n  s u g g e s t e d  
t h a t  m a n i p u l a t i o n  c a n  b e  u s e d  s u c c e s s f u l l y  t o  m a n i p u l a t e  
i n f o r m a t i o n  c h a n n e l s  t o  s c a r e  p e o p l e  i n t o  t h i n k i n g  t h e r e  i s  
a  c r i s i s  c o m i n g  w h i c h  c a n  o n l y  b e  a v o i d e d  b y  a c c e p t i n g  
c h a n g e .  
7 .  C o e r c i o n .  T h i s  h a p p e n s  w h e n  m a n a g e r s  f o r c e  p e o p l e  t o  
a c c e p t  c h a n g e  b y  e x p l i c i t l y  o r  i m p l i c i t l y  t h r e a t e n i n g  t h e m  
w i t h  l o s s  o f  j o b s ,  o f f e r i n g  p r o m o t i o n  p o s s i b i l i t i e s  o r  r a i s e s  
o r  w h a t e v e r  e l s e  t h e y  c o n t r o l .  L i k e  m a n i p u l a t i o n ,  c o e r c i o n  
i s  a  r i s k y  t a c t i c  b e c a u s e  e m p l o y e e s  s t r o n g l y  r e s e n t  f o r c e d  
c h a n g e  a n d  c a n  c a l l  t h e  b l u f f  o f  m a n a g e m e n t .  Y e t  c o e r c i o n  
h a s  t h e  a d v a n t a g e  o f  o v e r c o m i n g  r e s i s t a n c e  v e r y  q u i c k l y .  
A n d  i n  s i t u a t i o n s  w h e r e  s p e e d  i s  e s s e n t i a l ,  t h i s  t a c t i c  m a y  
b e  a  m a n a g e r ' s  o n l y  a l t e r n a t i v e .  
S t r a t e g i e s  f o r  m a n a g i n g  r e s i s t a n c e  t o  c h a n g e  h a v e  a l s o  b e e n  
i d e n t i f i e d  b y  R o g e r s  ( 1 9 9 5 ) .  T h e s e  a r e  a s  f o l l o w :  
1 .  L e a d e r s h i p .  T h e  g r e a t e r  t h e  p r e s t i g e  a n d  c r e d i b i l i t y  o f  a  
m a n a g e r  a c t i n g  a s  t h e  a g e n t  o f  c h a n g e ,  t h e  g r e a t e r  w i l l  b e  
h i s  o r  h e r  i n f l u e n c e  u p o n  e m p l o y e e s  w h o  w i l l  b e  i n v o l v e d  
i n  t h e  c h a n g e  p r o c e s s .  A l s o ,  t h e  i n f l u e n c e  o f  a n  i n f o r m a l  
l e a d e r  w h o  c o m m a n d s  r e s p e c t  a n d  h i g h  p r e s t i g e  w i t h i n  a  
O r g a n i s a  
g r o u p  c o u l d  •  
b r i n g  a b o u t  c  
2 .  W i l l i n g n e s s  
t h e  a b o v e ,  1  
b r i n g  c o n s i d •  
c h a n g e  p r o g r  
3 .  R i g h t  timin~ 
w r o n g  t i m e  l  
o b v i o u s l y  w  
c o u l d  t r i g g e r  
4 .  S i m p l i c i t y .  r  
g r e a t e r  t h e  
a d a p t i v e  c a 1  
m o r e  d e s i r a ·  
c h a n g e  p r e  
programme~ 
5 .  C l e a r  d e f m i  
r e p r e s e n t s  a :  
i n t r o d u c i n g  
C h a n g e  h o v  
p r a c t i c e s .  '  
i n t r o d u c e d  
e n v i r o n  m e n  
6 .  E x i s t e n c e  c  
a n x i e t y  i n  
a l l o w  f o r  
e m p l o y e e s  
t h e i r  i d e a s  
a p p e a l  a r e :  
i m p a c t  i n  
p r o g r a m m e  
M a n a g e r s  t  
r e c e i v e ,  g u i  
t h a t  t h e r e  
e m p l o y e e s  
7 .  A  v a i l a b i l i t  
a n d  m a k e  
s 
>viously may 
~ir ability to 
)f changes in 
organisation, 
:ing attempts 
Manipulation 
)rmation and 
·o have some 
IJanipulation 
)n, but to an 
tre not being 
>, they often 
: to the wall, 
ticipation or 
uces to use 
~n suggested 
manipulate 
king there is 
'Y accepting 
e people to 
:ening them 
ies or raises 
m, coerc10n 
:sent forced 
· et coercion 
!ry quickly. 
tactic may 
also been 
ibility of a 
tter will be 
e involved 
1 informal 
e within a 
Organisational Change Management Strategies . .. 315 
group could exert psychological pressure on "followers" to 
bring about change. 
2. Willingness for the sake of the group. As a corollary to 
the above , group cohesiveness and solidarity could be 
bring considerable influence upon members to embrace a 
change programme. 
3. Right timing of change. There is always a right time and a 
wrong time for introducing something new. The right time 
obviously will meet less resistance while the wrong time 
could trigger resistance. 
4. Simplicity. The more complex the change programme, the 
greater the probability that it will exceed employees' 
adaptive capabilities and thereby cause them to fa il. A 
more desirable course of action would be to introduce a 
change programme with that builds on existing 
programmes or frameworks. 
5. Clear defmition of what is over and what is not. Change 
represents an end to how things were done in the past and 
introducing new ways for doing things in the future. 
Change however rarely requires the total rejection of past 
practices. This is essentially true when change is 
introduced incrementally to adjust to changes in the 
environment and avoid radical change and upheaval. 
6. Existence of formal avenues of appeal. To help reduce 
anxiety in the installation of change, the process must 
allow for upward communication by dissatisfied 
employees and should offer them a mechanism to share 
their ideas with senior management. Formal avenues of 
appeal are important because change will have its greatest 
impact in the future, when the effects of a change 
programme permeate throughout the organisation . 
Managers must however be receptive to the feedback they 
receive, guarantee confidentiality, and take steps to ensure 
that there are no negative repercussions for those 
employees appealing against senior management actions. 
7. Availability of distributive justice to correct inequit ies 
and make amends. In instances where inequities are 
3 1 6  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
i d e n t i f i e d ,  m a n a g e r s  s h o u l d  b e  w i l l i n g  t o  m a k e  a m e n d s  
a n d  b r i n g  e q u i t y  a c r o s s  t h e  b o a r d .  
F u r t h e r m o r e ,  a  p o s i t i v e  w o r k p l a c e  e n v i r o n m e n t  t h a t  i s  r e s p o n s i v e  
t o  t h e  v a l u e s ,  c o n c e r n s  a n d  e x p e c t a t i o n s  o f  e m p l o y e e s  a n d  t h e  
a c c e s s  o f  t h e  l a t t e r  t o  t h e  n e c e s s a r y  t o o l s  f o r  t h e  i m p l e m e n t a t i o n  o f  
t h e  c h a n g e  p r o g r a m m e  a r e  i m p o r t a n t  s t r a t e g i e s  t o  m a n a g i n g  
r e s i s t a n c e  t o  c h a n g e  w i t h i n  i n d u s t r i a l  o r g a n i s a t i o n s .  
E M P I R I C A L  W O R K S  O N  O R G A N I S A T I O N A L  C H A N G E  
A N D  M A N A G E M E N T  I N  P R I V A T E L Y  O W N E D  
O R G A N I S A T I O N S  I N  N I G E R I A  
I n  a n  e m p i r i c a l  s t u d y  o n  t h e  m a n a g e m e n t  o f  c h a n g e  i n  a  
m a n u f a c t u r i n g  o r g a n i s a t i o n  i n  N i g e r i a ,  O l u fe m i  ( 2 0 0 9 )  e x a m i n e d  
t h e  l e v e l  o f  a c c e p t a n c e  o f  o r g a n i s a t i o n a l  c h a n g e  a m o n g  w o r k e r s  
o n  o n e  h a n d  a n d  i d e n t i f i e d  f a c t o r s  t h a t  i m p e d e d  e f f e c t i v e  
i m p l e m e n t a t i o n  o f  c h a n g e  o n  t h e  o t h e r  h a n d .  T h e  s t u d y  s a m p l e d  
7 2 0  e m p l o y e e s  s e l e c t e d  f r o m  2 , 0 4 0  m a n a g e m e n t  a n d  n o n -
m a n a g e r i a l  s t a f f  u t i l i s i n g  t h e  s i m p l e  r a n d o m  s a m p l i n g  t e c h n i q u e .  
I n  h i s  f i n d i n g s ,  O l u f e m i  ( 2 0 0 9 )  d i s c o v e r e d  t h a t  f o r  m a n u f a c t u r i n g  
c o m p a n i e s  t o  w e a t h e r  t h e  c h a l l e n g e s  f a c i n g  t h e m  i n  N i g e r i a ,  t h e y  
h a d  t o  r e t h i n k  t h e  w a y  t h e y  c o n d u c t e d  b u s i n e s s .  T h i s  r e q u i r e d  t h a t  
t h e y  e m b r a c e d  c h a n g e  a n d ,  m o s t  i m p o r t a n t l y ,  t h a t  t h e y  e n s u r e d  
t h a t  t h e  c h a n g e  p r o c e s s  w a s  i m p l e m e n t e d  s u c c e s s f u l l y .  F o r  t h i s  t o  
o c c u r ,  e m p l o y e e  b u y - i n ,  s u p p o r t  o f  a n d  c o m m i t m e n t  t o  c h a n g e  
w a s  i m p e r a t i v e .  T h e  f i n d i n g s  a l s o  s h o w e d  t h a t  e m p l o y e e s  w e r e  
l i k e l y  t o  r e s i s t  c h a n g e  i f  i t  r a i s e d  · c e r t a i n  l e g i t i m a t e  c o n c e r n s  
a m o n g  t h e m .  T h i s  i s  c o n s i s t e n t  w i t h  t h e  v i e w s  e x p r e s s e d  i n  
e x i s t i n g  t h e o r e t i c a l  a n d  e m p i r i c a l  l i t e r a t u r e  ( B a t e m a n  a n d  
Z e i t h a m l ,  1 9 9 0 )  t h a t  n e g a t i v e  e v a l u a t i o n  o f  a n d  r e s i s t a n c e  t o  
c h a n g e  m a y  b e  a  p o i n t e r  t o  a  l e g i t i m a t e  c o n c e r n  a m o n g  
e m p l o y e e s .  I n  p a r t i c u l a r ,  t h e  s t u d y  p o s i t e d  t h a t  p a r t i c i p a t i v e  
m a n a g e m e n t  ( o r  c o n s u l t a t i o n ) ,  q u a l i t y  m a n a g e m e n t  a n d  t r u s t  i n  
m a n a g e m e n t  e m e r g e d  a s  i m p o r t a n t  d e t e r m i n a n t s  o f  a c c e p t a n c e  o f  
o r g a n i s a t i o n a l  c h a n g e  p r o c e s s  a n d  i n  m a k i n g  i t  b o t h  l e g i t i m a t e  
a n d  a c c e p t a b l e  a m o n g  e m p l o y e e s  i n  t h e  s t u d y  o r g a n i s a t i o n .  T h i s  
s u g g e s t s  t h a t  i n n o v a t i o n  i n i t i a t e d  b y  m a n a g e m e n t  a l o n e  o r  
i m p o s e d  b y  f o r c e s  e x t e r n a l  t o  a n  o r g a n i s a t i o n  a r e  l e s s  l i k e l y  t o  b e  
s u p p o r t e d  l  
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supported by employees compared to those resulting from 
adequate consultation between management and cadres of staff. 
The study concluded that despite the existence of the potential for 
employees to rally around change within the study organisation, 
management action was needed to boost the levels of acceptance 
of change among all cadres of employees. Management must also 
adopt a more participative approach that guarantees that all 
stakeholders are involved right from the decision-making stage to 
the implementation and administration of the change process. 
In their very lucid and recent work on Managing Deviant 
Behaviour and Resistance to Change, Agboola & Salawu (2011), 
investigated how the management of deviant behaviours could 
assist in the mitigation of resistance to change. Case study method 
was used to examine practical implementation of change processes 
in some selected organisations. It was discovered that change 
affects four basic aspects of the corporate organisation: its strategy, 
technology, structure and employees. All these present individuals 
with new situations, new problems, challenges, ambiguity and 
uncertainty, and threaten the status quo. Change influences 
authoritative allocation ofboth human and material resources and 
encourages competition which heats up the political climate in 
organisations. Resistance to change might be expressed through 
deviant behaviours to truncate the process or prevent 
implementation. The study identified proper education, effective 
communication, facilitation, motivation, negotiation, 
manipulation, co-optation and coercion as possible methods for 
managing resistance to change. The use of any of these methods 
or combination of some, however, depended on the type of 
organisation, nature of resistance and stage of intervention. The 
study concluded that the capacity to manage deviant behaviour 
· and smoothly implement change was critical to organisational 
survival. The authors advised that managing deviant behaviour 
and resistance to change should be accorded strategic importance 
to facilitate effectiveness and efficiency in organisations. 
In another recent empirical work, Owolabi (2012) examined the 
style and management of organisational change within a private 
3 1 8  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
i n s u r a n c e  c o m p a n y  i n  N i g e r i a .  A  t o t a l  o f  8 0  q u e s t i o n n a i r e  f o r m s  
w e r e  a d m i n i s t e r e d  t o  r e s p o n d e n t s  o u t  o f  w h i c h  6 0  w e r e  
a d e q u a t e l y  c o m p l e t e d  a n d  a v a i l a b l e  f o r  a n a l y s i s .  T h i s  w a s  
c o m p l e m e n t e d  b y  i n - d e p t h  i n t e r v i e w .  
T h e  s t u d y  m a d e  t h e  f o l l o w i n g  o b s e r v a t i o n s :  
O n e ,  i t  w a s  r e v e a l e d  t h a t  m a j o r i t y  o f  t h e  r e s p o n d e n t s  ( 5 1 .  7 % )  w e r e  
n o t  s a t i s f i e d  w i t h  t h e  m o d e  o f  i m p l e m e n t i n g  c h a n g e  i n  t h e  s t u d y  
o r g a n i s a t i o n .  A s  a  r e s u l t ,  t h e y  t e n d e d  t o  r e s i s t  c h a n g e  e f f o r t s  o r  
p r o g r a m m e s  p u t  i n  p l a c e  b y  m a n a g e m e n t .  T w o ,  i t  w a s  a l s o  
r e v e a l e d  t h a t  t h e  t y p e  o f  l e a d e r s h i p  s t y l e  p r a c t i s e d  i n  t h e  s t u d y  
o r g a n i s a t i o n  d i d  n o t  p r o m o t e  m a n a g e m e n t - e m p l o y e e  c o r d i a l i t y  a s  
a t t e s t e d  t o  b y  6 3 . 3 %  o f  t h e  r e s p o n d e n t s ,  h e n c e  t h i s  r e s u l t e d  i n  
w o r k e r s '  n e g a t i v e  a t t i t u d e  t o w a r d s  c h a n g e .  T h r e e ,  4 3 . 3 %  o f  t h e  
r e s p o n d e n t s  b e l i e v e d  t h a t  w o r k e r s  t e n d  t o  r e s i s t  c h a n g e  w h e n e v e r  
t h e y  a r e  n o t  d u l y  i n f o r m e d  a b o u t  t h e  c h a n g e  p r o g r a m m e  o r  
w h e n e v e r  t h e y  a r e  n o t  c a r r i e d  a l o n g .  
H o w e v e r ,  t h e  s t u d y  s h o w e d  t h a t  e v e n  w h e n  w o r k e r s  w e r e  d u l y  
i n f o r m e d  a b o u t  a  p a r t i c u l a r  c h a n g e  p r o g r a m m e ,  t h e y  s t i l l  t e n d e d  
t o  r e s i s t  c h a n g e  i t  i f  i t  w a s  p e r c e i v e d  n o t  t o  h a v e  a  d i r e c t  a n d  
i m m e d i a t e  p o s i t i v e  i m p a c t  o n  t h e m  a n d  i f  i t  d i d  n o t  g u a r a n t e e  
i m m e d i a t e  a n d  l a s t i n g  b e n e f i t s  f o r  t h e m .  H e n c e ,  m a j o r i t y  o f  t h e  
r e s p o n d e n t s  ( 6 8 . 3 % )  s u p p o r t e d  t h i s  v i e w .  I n t e r e s t i n g l y ,  t h e  s t u d y  
r e v e a l e d  t h a t  w o r k e r s  r e s i s t  c h a n g e  n o t  b e c a u s e  o f  t h e  
d i s a g r e e m e n t  w i t h  t h e  b e n e f i t s  t h a t  w o u l d  a c c r u e  f r o m  t h e  c h a n g e  
p r o g r a m m e  o r  p r o c e s s ,  b u t  r a t h e r  b e c a u s e  o f  t h e  f e a r  o f  t h e  
u n k n o w n  f u t u r e  a n d  t h e  a b i l i t y  t o  a d a p t  t o  i t .  F u r t h e r m o r e ,  5 3 . 3 %  
o f  t h e  r e s p o n d e n t s  b e l i e v e d  t h a t  o r g a n i s a t i o n a l  c h a n g e  w a s  
r e s p o n s i b l e  f o r  t h e  r a t e  o f  l a b o u r  t u r n o v e r  i n  t h e  s t u d y  
o r g a n i s a t i o n .  I n  a n  i n t e r v i e w  w i t h  o n e  o f  t h e  s t a f f  m e m b e r s ,  h e  
h a d  t h i s  t o  s a y :  
S i n c e  I  c a m e  i n t o  t h i s  o r g a n i s a t i o n ,  m a n y  p e o p l e  
h a v e  c o m e  a n d  g o n e .  I  c a n n o t  r e a l l y  s a y  i t  i s  
b e c a u s e  o f  o r g a n i s a t i o n a l  c h a n g e  b u t  I  t h i n k  i t  
c o u l d  b e  o n e  o f  t h e  r e a s o n s  b e c a u s e  I  c o u l d  
r e m e m b e r  d u r i n g  t h e  r e s t r u c t u r i n g  e x e r c i s e ,  m a n y  
p e o p l e  l e f t .  S o  I  a m  s u r e  i t  a c t u a l l y  c o n t r i b u t e d .  
S e v e n ,  
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o f  t h e  n  
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Seven, on the usefulness of organisational change towards 
workers' realisation of their vision, findings showed that majority 
of the respondents agreed to have benefitted from change in the 
organisation despite their initial resistance. Lastly, the study also 
revealed that improvement in the quality of communication and 
interpersonal relationship between management and staff could 
reduce workers' resistance to change. 
From these empirical studies examined, it is obvious that change 
situations and programmes are bound to take place in the modem 
workplace today because of change factors caused by 
globalisation, change in technology and others . However, if the 
process of managing and implementing change within work 
organisations is not well done, it could affect workers negatively, 
forcing them to exhibit unfriendly, adversarial and what Agboola 
& Salawu (20 11) have called deviant behaviour towards the 
intended change. Therefore, management must be sensitive like 
Owolabi (2012) suggested towards the interests and needs of 
workers and particularly through quality of communication and 
interpersonal relationship between management and staff. 
LESSONS FOR INDUSTRY IN DEVELOPING COUNTRIES 
T here are lessons for industrial organisations in developing 
countries regarding organisational change and change 
management. These lessons have been distilled below: 
First, industrial organisations within developing countries must 
recognise that change is inevitable, constant and ubiquitous; 
hence, they should be prepared to confront the forces of change 
with preparedness and planning. Even when change is unplanned , 
their preparedness could help them escape cataclysmic 
consequences of inaction or apathy. Second, the leadership style 
displayed by managers during the change process is critical to 
determining the support or hostility the change effort/project gets 
from the workforce. Usually, people resist change when it is forced 
on them (Kottler, eta!., 1979; Imhonopi & Urim, 20 11). Therefore, 
leadership style must be conciliatory, tactical, open , inclusive and 
promote management-employee cordiality (Owolabi, 201 2). 
3 2 0  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
T h i r d ,  t h e  c h a n g e  m a n a g e m e n t  p r o c e s s  c o u l d  b e  e a s i l y  e f f e c t u a t e d  
w h e n  w o r k e r s  a r e  d u l y  i n f o r m e d  a b o u t  t h e  c h a n g e  p r o g r a m m e .  A s  
O w o l a b i  ( 2 0 1 2 )  o b s e r v e s ,  w o r k e r s  a r e  r e l u c t a n t  t o  c h a n g e  b e c a u s e  
t h e y  f e a r  w h a t  t h e  f u t u r e  h a s  i n  s t o r e  f o r  t h e m .  T h i s  f e a r  c o u l d  
s t e m  f r o m  e c o n o m i c  i n s e c u r i t y  b u t  m a y  b e  p u t  t o  r e s t  b y  a  f e w  
r e a s s u r i n g  w o r d s  f r o m  t h e  p o w e r  w i e l d e r s .  H e n c e ,  w o r k e r s  a r e  t o  
b e  c a r r i e d  a l o n g .  I t  a l s o  f o l l o w s  t h a t  w h e n  t h e y  a r e  c a r r i e d  a l o n g ,  
t h e r e  w o u l d  b e  l e s s  r e s i s t a n c e  t o  c h a n g e  s i n c e  t h e y  w o u l d  a l r e a d y  
b e  a w a r e  o f  t h e  d i f f e r e n t  p h a s e s  a n d  t r a n s i t i o n s  i n v o l v e d  i n  t h e  
c h a n g e  m a n a g e m e n t  p r o c e s s ,  f o r  i n s t a n c e .  F o u r t h ,  e v e r y  c h a n g e  
p r o g r a m m e  m u s t  e n g r a f t  w o r k e r s '  w e l f a r e  i n t o  t h e  c h a n g e  
m a n a g e m e n t  p r o c e s s .  A s  O k a f o r  ( 2 0 0 7 )  a n d  O l u f e m i  ( 2 0 0 9 )  
a d m i t ,  e v e n  w h e n  w o r k e r s  a r e  d u l y  i n f o r m e d  a b o u t  a  p a r t i c u l a r  
c h a n g e  p r o g r a m m e ,  t h e y  m a y  s t i l l  r e s i s t  i t  i f  t h e  c h a n g e  i s  
p e r c e i v e d  n o t  t o  h a v e  a  d i r e c t  a n d  i m m e d i a t e  p o s i t i v e  i m p a c t  o n  
t h e m  a n d  i f  i t  d o e s  n o t  g u a r a n t e e  i m m e d i a t e  a n d  l a s t i n g  b e n e f i t s  
f o r  t h e m .  
F i f t h ,  t o  h a v e  a  s e a m l e s s  c h a n g e  m a n a g e m e n t  p r o c e s s ,  
m a n a g e m e n t  m a y  h a v e  t o  m a k e  r e c o u r s e  t o  t h e  s u p p o r t  f r o m  
i n f o r m a l  l e a d e r s  a n d  p o w e r f u l  i n d i v i d u a l s  w i t h i n  t h e  o r g a n i s a t i o n  
w h o s e  i n f l u e n c e  c o u l d  s w i n g  t h e  p e n d u l u m  i n  f a v o u r  o f  t h e  
c h a n g e  p r o g r a m m e .  D o i n g  s o  c o u l d  b u i l d  a  c r i t i c a l  i n t e r n a l  m a s s  
o f  s u p p o r t  f o r  t h e  c h a n g e  p r o g r a m m e  b e c a u s e  i t  d e m o n s t r a t e s  
c l e a r l y  t h a t  k e y  o r g a n i s a t i o n a l  l e a d e r s  e n d o r s e  t h e  c h a n g e .  T h i s  
w i l l  f o r c e  o r  i n f l u e n c e  o t h e r s  t o  g e t  a l o n g  w i t h  t h e  c h a n g e  
m a n a g e m e n t  p r o c e s s ,  e i t h e r  b e c a u s e  t h e y  s h a r e  t h e  l e a d e r s '  v i s i o n  
o r  b e c a u s e  t h e y  f e a r  t h e  l e a d e r s '  r e t a l i a t i o n  f o r  t h e i r  n o n - s u p p o r t  o f  
s u c h  c h a n g e  p r o g r a m m e s .  E i t h e r  w a y ,  i n f o r m a l  l e a d e r s '  s u p p o r t  
c o u l d  f a c i l i t a t e  t h e  a c c e p t a n c e  o f  t h e  c h a n g e .  S i x t h ,  a s  p a r t  o f  
e d u c a t i n g  e m p l o y e e s  a b o u t  w h a t  t h e  o r g a n i s a t i o n a l  c h a n g e  w o u l d  
m e a n  t o  t h e m ,  t o p  m a n a g e m e n t  m u s t  s h o w  a  c o n s i d e r a b l e  a m o u n t  
o f  e m o t i o n a l  s e n s i t i v i t y ;  d o i n g  s o  m a k e s  i t  p o s s i b l e  f o r  t h e  p e o p l e  
a f f e c t e d  b y  c h a n g e  t o  h e l p  m a k e  i t  w o r k .  
S e v e n t h ,  a s  O w o l a b i  ( 2 0 1 2 )  o b s e r v e s ,  i m p r o v e m e n t  i n  t h e  q u a l i t y  
o f  c o m m u n i c a t i o n  a n d  i n t e r p e r s o n a l  r e l a t i o n s h i p  b e t w e e n  
m a n a g e m e n t  a n d  s t a f f  c o u l d  r e d u c e  w o r k e r s '  r e s i s t a n c e  t o  c h a n g e  
w h i l e  h a s t e  
m a n a g e r s  s l  
s u c c e s s f u l  n  
r e w a r d i n g  p  
B o d e - O k u n a  
o r g a n i s a t i o n  
o r g a n i s a t i o n  
f i e r c e l y  c a n t  
s e t  a s i d e  o k  
a r e  o p e n  t c  
o r g a n i s a t i o n  
t o g e t h e r  o n  
v i s i o n .  A s s  
l a i d  t o  r e s t .  
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while hastening the change management process. Eighth, 
managers should reward constructive behaviours. The most 
successful mechanism for facilitating organisational change is 
rewarding people for behaving in a desired fashion (Okafor & 
Bode-Okunade, 2005; Okafor, 2009). Finally, industrial 
organisations in developing countries should evolve a learning 
organisation in the workplace in order to survive in the present 
fiercely contested marketplace. In learning organisations, people 
set aside old ways of thinking, freely share ideas with others and 
are open to new ways of doing things, form a vision of the 
organisation in line with the overall business strategy and work 
together on developing and implementing the plan to achieve that 
vision. As such, the problem of the fear of an unknown future is 
laid to rest. 
CONCLUSION 
Organisational change has become the leitmotif in the glocal 
business environment in recent times. The modern industrial 
system is typified by a growing and penetrating phalanx of 
disruptive and pervasive technologies. Global competition is also 
on the ascendancy forcing apathetic and lethargic firms to lose 
their competitive edges and even market shares. Global best 
practices, therefore, dictate the extant modus vivendi and 
industrial organisations are forced to willy-nilly embrace it for 
stability, sustainability and profitability. Therefore, industrial 
organisations within developing countries are left with no choice 
but to either conform or continue to play a marginal role in global 
commerce. This is all the more so because human capital has 
become the competitive advantage that most successful and 
globally relevant firms use in negotiating their way through the 
murky and shark-infested waters of glocal competition. Therefore, 
worker's support and buy-in of the change programme must be 
sought at all times. Denying change would not stop it from 
happening, instead industrial organisations in developing 
countries must brace up to manage change by understanding its 
role as a positive agent for corporate progress and workers' 
performance and satisfaction. For those organisations which 
manage change skilfully, it could become the force to perpetuate 
3 2 2  B e l v e d e r e s  i n  t h e  S o c i a l  a n d  M a n a g e m e n t  S c i e n c e s  
s u c c e s s  a n d  a c c o m p l i s h m e n t  f o r  t h e m ,  t h e i r  w o r k e r s  a n d  t h e  l o c a l  
e c o n o m y .  
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